sample 158 were respondent. The garment factories were selected by the convenient sampling method and respondents were selected through simple random sampling method. Data analysis done through descriptive statistics and one way Analysis of Variance (ANOVA). The results show that gender and level of experience has not make a significance different among particular group of employees. However, education and age has a significant impact on the awareness of employees on labour laws. Moreover, the Factories Ordinance showed the rate of the most wakefulness while the Maternity Benefits Ordinance showed the least awareness.
INTRODUCTION
Textile and apparel industries are the largest and leading industries in Sri Lanka which contribute to the Sri Lankan Economy. The industry has provide large number of employment and majority of them are women especially sewing machine operators [1] . Textiles and garments industry has gained the foremost export industry in Sri Lanka. They contribute 47.4% from the annual export income in Sri Lanka [2] . However, it has been recognised that this industry is suffering from massive labour turnover [1] .
The preliminary investigation of the study found that some factories located in the Katunayeke Export Processing Zone in Sri Lanka have over 36 percent annual turnover, or more than three percent per month.
The total number of employees in a medium-sized garment factory is normally 250-1000. Thus, the monthly voluntary turnover rate is nearly 20 employees [3] . In addition, all successive governments of Sri Lanka have made efforts to solve these labour issues in different ways by introducing laws and regulations. To protect employees' rights, the government drafted and implemented many rules and regulations regarding wages, working hours, health and safety, security of employment, child labour, trade unions, equality of treatment, etc. However, the industry is still plagued with high turnover.
To safeguard the employees' right and enhance their awareness of labour laws the BOI mandated a new scheme at the end of 1994, Workers Councils. These councils were supposed to be worker-elected and take on the role of trade unions. However, employees have not been satisfied with these Workers Councils because their belief is that it is another way to shut out trade unions. According to them, from 1978 to until now, every government has denied employees the right to organize and has prevented their right to form trade unions. This has led to increase their unawareness of labour laws and many of the employees don't have basic knowledge of more specific basic laws in the island.
This evidence suggests that for some workers, their basic needs have not been fully satisfied and some fundamental rights have not been protected. As a result, the garment industry is constantly plagued with high labour turnover; the sector is still functioning with a shortage of labour, and the organizational commitment of the existing employees is also at a very low level. (Abeywardena, et al, 1994: 23) .
Thus, the need for an empirical survey in the garment industry is essential. The aim is to identify awareness level of employees regarding labour laws. These labour laws protect their employment rights. The goal is to reduce their turnover and to enhance knowledge of labour laws in Sri Lanka. Until now, few researchers have attempted to do this sort of empirical study in Sri Lanka. 
Research Objective
The objective of the study is to determine the apparel sector employees' level of awareness to labour laws in Sri Lanka on the basis of gender, age, experience, and educational level regarding the selected seven labour acts.
LITERATURE REVIEW

Labor Laws in Sri Lankan Context
The history of Sri Lanka records that at the time of King Wijaya's arrival, local princess "Kuweni" was spinning cotton yarn. 
The Greater Colombo Economic Commission Act No 4 of 1978
The main objectives of the Export Processing Zones (EPZ), which were set up under the Greater Colombo Economic Commission Act No 4 of 1978 were viewed as follows.
 To foster and generate the economic development of the Republic of Sri Lanka,  To widen and strengthen the basis of the economy of the Republic of Sri Lanka,  To encourage and promote foreign investment within the Sri Lanka,  To diversify the sources of foreign exchange earnings and to increase the export earnings and  To encourage and foster the establishment and development of industrial and commercial enterprises within the Republic of Sri Lanka. .  To develop the underdeveloped region of the country concerned.
The introduction of EPZs was meant to be a solution to the unemployment problem in Sri Lanka too. Factories in EPZs in Sri Lanka are expected to enhance export earnings with aiming to increase foreign investment and enhance the country's balance of trade. EPZs are also planned to increase various job opportunities to reduce unemployment rate and exposure to a work environment in the manufacturing sector [6] .
The Greater Colombo Economic Commission
The 
Board of Investment
On the 3rd of November 1992, the name of GCEC was changed to Sri Lanka Board Of Investment (BOI 
The Other Rules and Regulations Approved by the Government
Other than the BOI Act, many other rules and regulations have been approved by the government. Some of these are related to security of employment. These regulations apply to all employees who are in industry/private sector organizations in Sri Lanka. However, the government is specifically expected to guarantee security of employment for employees in the garment industry through these rules and regulations without discrimination. 
The Shops and
The Employees Trust Fund (ETF) Act No.46 of 1980
Under the act the employer should contribute a sum of money amounting to 3 per cent of an employee's total earnings. This is a benefit for employees. The employee receives payment at the time of leaving employment. Employees are entitled to EPF and ETF rights after a period of five years [5] .
The Industrial Dispute Act No.43 of 1950
The Industrial Dispute Act No.43 of 1950 indicates that when excess employees are to be discontinued, the employees concerned should be given a minimum of three months' notice and the Commissioner of Labour should be informed accordingly [7] .
The Wages Board Ordinance
The The minimum wages to be paid in each category in the garment industry is determined by the Wages Board. The employees are eligible for national policy decisions on salary increases, which are published in gazette notifications. Though these wages are determined at a national level, minimum wages of garment factory employees come under the control of the BOI. The BOI publish revised minimum salaries through circulars. The minimum wages, which have been declared by the BOI, are above the national level [5] . However, women employed on a casual basis are not provided relief through these ordinances. According to the ordinance, Women are eligible for 12 week with pay leave for their first and second live childbirth. Women employees with two or more children should be given 6 weeks leave with pay at the next delivery, whether the child is alive or dead or when it is a stillbirth. Further, they have the right to get the two weeks prior to their day of confinement. If the employee dies during her maternity leave, the employer has to pay her wages up to death including the day she died.
Maternity
Further, women employees cannot be dismissed during the maternity period and cannot be dismissed for having conceived or having given birth to a child. They should be given light duty three months prior to and three months after confinement. Mothers who are nursing children under one year age should be given two intervals, which are not less than 60 minutes. However, if there are childcare facilities, they are eligible for two intervals of not less than 30 minutes [5] .
The Factory Ordinance 1965 and 1980
The environment of workers has been secured by the Factory Ordinance of 1965 and 1980. According to the law, workers should not be engaged in operating machines without first giving them instructions about the risks of operating machines and how to avoid them. In addition, workers must be given the necessary training to operate the machines. Women and children should not be engaged in cleaning machines when they are being operated.
The Factories Ordinance that deals with the health and safety of workers has been implemented with 131 clauses that deal with each instance. This is common to all factories on the island including the garment industry. The Factories Division of the Labor Department is there to enforce these laws and there is a deputy Commissioner of Labor (technical) and a chief factory-inspecting engineer [5] .
The Workshops Ordinance No.45 of 1942
This ordinance defines the legal aspect of laws imposed in order to avoid physical harm and health hazards factory workers may have to face.
This ordinance clearly indicates how to train workers and includes provisions required for the safety of women and children. It outlines environmental facilities required in buildings, how to safeguard workers from poisonous substances and safety measures to be taken when dealing with machines [5] .
Awareness of Labor Laws in Sri Lankan Context
Sri Lanka statutory regulations are covers employees right to some extent. There are certain areas where there can be some improvement. However, the problems are not mainly regarding inadequacy of legal provisions, but in the implementation and enforcement of same as well as employees' awareness of how to protect their rights.
There are no many secondary literatures on creating awareness especially among employees' in apparel sector about labor laws in Sri Lanka. The available literature focusses on the explanation on the dissatisfaction of employees regarding working environment. If employees are aware of the laws they might easily protect their right. By focusing on the explanation of the dissatisfaction of employees, one can identify the level of awareness of labor laws. Balasooriya and colleagues [8] , in their study "Garment Factory Women Workers," identified problems in the government rules and regulations. Even though the government has provided many rules and regulations, employers do not practice them. The government is indirectly protecting investors by not punishing them.
Rajapakshe [9] revealed that dissatisfaction with government rules and regulations, which consists of security of employment, wages and other statutory allowances, annual leave and holidays, and labor union rights, has a positive impact on the intention to quit in the garment industry. Sunday Observer [10] reported that occupational hazards within the Free Trade Zones in Sri Lanka are another threat to employees' lives. Devanarayana, [11] who studied "Review of Free Trade Zones in Sri Lanka," found that there are many problems related to working and living conditions, harassment and sexual violence, duration of employment and health, industrial accidents, assassination of workers, and demonstrations and strikes. According to the study, the great majority of women have less than one-year employment because of the adverse effects of these mentioned factors.
The Island [12] reported that workers in the EPZs in Sri Lanka wrote open letters to presidential candidates asking for trade union rights. The Island [13] reported that because of insecure conditions, rape cases in the EPZs in Sri Lanka increased during the year of May 1999 to May 2000. WSWS correspondent [14] reported that incidents of suspected work-related murders in Sri Lankan Export Processing Zones have increased. Dayarathne [15] reported that unsafe and unhealthy working conditions in Sri Lanka's Free Trade Zone Factories threaten employees' lives.
Awareness of Labor Laws in Other Context
Sapna [16] has conducted a study to measure the awareness level of workers to labour laws in India. It has focussed on the awareness on ANOVA test was used as the statistical test to analyse the data. Two demographic variables namely, age and experience was assessed against employee awareness and it has concluded that there was a significant difference in the awareness level of workers on the basis of age and experience (Grewal, 2015) .
Lisakafu [17] , describes about the Public Sector Employees' Awareness on Labour Laws in Tanzania based on the case of Ulanga District Council in Morogoro. This study was conducted to find out employees' awareness of labour rights under the labour law, to assess employees' understanding on labour disputes, to determine employees' awareness on dispute settlement procedures and to investigate alternative mechanisms for preventing labour disputes in the context of Morogoro. The researcher has concluded that there were some sections in the Act that the employees were aware, while there were some other sections of the same Act that they showed no awareness at all [17] . In another research undertaken by [18] discusses about the working and non-working women in Punjab to find out the Awareness and Exercise of Legal Rights. This study revealed that there was a significant difference in awareness of legal rights between working women and non-working women and it was found out that working women have more awareness of legal rights than nonworking women.
Mastaneh & Mouseli [19] discusses about patients' awareness of their rights; insight from a developing country. This study focusses on the effect of human right observance on patient treatment process. It is a cross sectional descriptive study done based on a questionnaire. The study was concluded that the total awareness of patients about their rights was medium. Devi, [20] discusses about the legal awareness among women teachers. Data was collected by a questionnaire and the findings of the study revealed that there was a significant difference between awareness of legal rights among women school teachers on the basis of their subject and locality.
Issues in Sri Lanka
Even though all activities are governed by existing laws of the country, some of these laws are not applicable within the EPZs. As such, EPZ/BOI enterprises enjoy relaxation of existing laws of the country compared with counterparts elsewhere on the Island. However, some legal instruments, presented above, are applicable to both these sectors equally. Though these laws exist in the statute book, implementation of various provisions of these acts leaves a lot to be desired.
However, it is well known that the right to associate freely and without penalty is not common in BOI/EPZ enterprises. The editorial of "The Island" [12] states, "Sri Lankan workers are extremely conscious of their rights and fight hard for them. There are labour laws, which protect rights of workers' except most BOI projects, where the workers have not been able to unionize themselves".
There is a problem with right to equal treatment too. Every employee who performs the same or a similar job should be compensated equally and should enjoy the same benefits. They should not be discriminated on account of service, gender or for any other reason. However, some companies have violated this principle. BOI companies have discriminatory leave benefits based on the date of joining the company and change of ownership. The privileges of short leave are also limited to those employees who were in service prior to the new ownership.
Some of the BOI companies were discriminatory in the treatment of their employees compared with employees of their parent company. Surprisingly, both companies are within the same building and share the same infrastructure facilities and also have a common administration.
Another discriminatory treatment is maternity leave benefits. Maternity leave of the employees in the garment industry is covered under the Maternity Benefit Ordinance and part 1 A of the Shop and Office Employees Act. Under the Maternity Leave Ordinance a female employee who gives 12 weeks' leave and payment of wages is limited to 72 days. Employees covered under the Shop and Office Act get paid for 84 days as paid holidays. This discrepancy highlights unequal treatment of employees in the face of an "identical situation" for natural bodily phenomena.
As a result many employees leave without take action to protect their right. Thus, it is basic requirement to search the level of their awareness and check to what extent these employees acknowledge about their labour laws.
RESEARCH METHODOLOGY
This study is a survey research tested the awareness level of labour laws on apparel workers in Sri Lanka. 
RESULTS AND DISCUSSION
The general characteristics of the respondents are presented in With respect to their educational qualification, 43.7 percent has G.C.E. A/L and 25.9 percent passed G.C.E. Ordinary Level. These results showed that the most employees in the sample are possessed a qualification more than the Ordinary Level. According to working experience category, the highest recorded was from those who have 3 to 5 years of working experience with a percentage of 42 and the minimum was form less than 1 year of working experience with a percentage of 16. Out of the sample of 158 employees 58.9 percent was recorded from the medium-sized category and 41.1 percent was recorded from the small-sized category in which most was from the medium-sized business firms. Table 4 shows that there is a significant differences among level of awareness of labour laws based on their education. Employees Provident Fund Act (p=.016), Employees Trust Fund Act (p= .000), Payment of Gratuity Act (p=.000), Industrial Dispute Act (p=.002), Maternity Benefits Ordinance (p=.002, Factories Ordinance (p=.000) and Wages Board Ordinance 
DISCUSSION AND CONCLUSION
The main objective of the research was to determine the level of awareness on selected Labour Laws in apparel sector employees who are work in FTZs in Sri Lanka based on gender, age, level of education, and working experience. The results show that gender and level of experience has not make a significance different among particular group of employees. However, education and age has a significant impact on the awareness of employees on labour. Moreover, the Factories Ordinance showed the rate of the most wakefulness while the Maternity Benefits Ordinance showed the least awareness.
Some of the previous studies found similar results. Senanayake [23] highlighted that significant number of managerial level employees also has lack of knowledge of labour laws. According to Pakoh [24] , emphasized that awareness of particular employees at Ghana Water Company Limited to the labour act was moderate. Sapna [16] discusses the Awareness Level of workers to labour acts which are Factories Act, Industrial Disputes Act, Minimum Wages Act and Payment of Wages Act and the study has targeted the awareness level of workers in the industrial establishment of Northern India. The study indicated that significant difference is highlighted in the awareness level of workers due to the demographic variables of age and experience concerning various labour acts, which were mentioned in her study.
Grewal [25] has obtained similar results of stating that the awareness level of workers of Factories Act 1948 in India has a moderate level of awareness and the level of awareness regarding Factories Act 1948 increases with age and experience of workers.
Moreover, Ashari & Soehod, [26] examined the employees knowledge related to legislated employment rights implied by the Employment Act 1955 which concern on the protections of wages, statutory right to the general standard of working time, to rest days, public holidays, annual leave and sick leave, statutory right to employment security and also female employee's statutory right to paid maternity leave based on the demographic variables of different age groups, working experience, educational level and the size of the organization.
Data was only collected through closed ended structured questionnaire which limited the free thoughts of the respondents. The researchers designed the research based on eight Labour Acts out the approximate twenty-six Acts that are found in the Sri Lankan context. Based on the empirical findings these recommendations were given to improve the awareness level of employees on labour laws. Unionization should be encouraged to educate the employees more on Labour Laws. Responsible entities related to the Labour relations should intervene sufficiently to mitigate labour exploitation and should make the employees aware when they seek assistance. Employees should be given a sound introduction on the commonly used Labour Acts at the time of Induction/Orientation. Should take corrective measures as and when the responsible authorities see any kind of loopholes arisen due to the unawareness on Labour Laws to ensure the fair treatment to the employees. Should conduct awareness programs, workshops and field visits to educate employees more on Labour Laws and its benefits.
LIMITATIONS AND RECCOMENDA-TIONS
Data were only collected through closed ended structured questionnaire which limited the free thoughts of the respondents. The researchers designed the research based on seven Labour Acts out the approximate twenty-six Acts that are found in the Sri Lankan context. Further, data were obtained only from the employees who are employed in the apparel industry only. The data were gathered basically targeting the Colombo city limit and its suburbs. The conclusion was given based on those areas and the obtained result cannot be generalized to the whole SMEs scattered around the country. Another limitation found was that unavailability of sufficient literature related to the research topic in Sri Lankan context since the study mainly focused the Sri Lankan perspective. Therefore, the research was mostly backed up by the literature of the similar researches of the international ground.
It is recommended that for future researchers to investigate more on more labour acts without limiting to eight labour Acts like in this research. And also it is advisable to expand the research covering not only the apparel sector but also employees who are engaged in private and public sector and moving to more industries than the apparel
